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ABSTRACT

Volunteer fire departments across the country are finding it more difficult to
retain experienced responders. In Alaska, the problem of volunteer retention is being
addressed by a myriad of methods with varying degrees of success.

The purpose of this research project was to identify volunteer incentive programs
used by other departments that could be useful in Homer.

This study utilized descriptive research methodology to answer the following
questions:

1 What is a volunteer incentive program?

2. What are the necessary components of a volunteer incentive program?

3. What types or kinds of incentives do other Alaska departments use?

A survey was conducted of 238 volunteer departmentsin Alaska. Of those, atotal
of 68 were returned, for a29% return rate. Thisrate, though low, was representative of
the incentive types and options offered to some 1,759 volunteer emergency service
responders from across Alaska.

The findings reveded that the most frequent incentive offered was paid training
(94%), followed by the use of informa rewards (72%), and facility usage (67%). Other
incentives listed on the questionnaire received ratings ranging from 58% (uniforms),
down to less than 1% (retirement/pension plans).

In the opinion section of the survey, there was no clear answer to the question of
whether incentives alowed departments to keep volunteers longer (47% reporting “yes’,

and 53% reporting “no”). In contrast, when asked whether volunteer incentives, or the



lack of, had impacted operations a vast mgjority (63%) replied “yes’, compared to only
37% that responded “no”.

The recommendations of the research were to query each member of the Homer
Volunteer Fire Department with regards to the importance they place on the various
incentive posshilities. The administration could then build an incentive program based
upon that input. It was also recommended that existing programs be expanded to include

paid health and retirement benefits.



TABLE OF CONTENTS
ADSITaCt . . .
Tableof Contents. ... ...
INEFOTUCHION. . . . . o oot e e e e
Background and Significance. . . ...
Homer Volunteer FireDepartment . .. ...........................
Staffing ConSiderations. . .. ... .ot
Financial Considerations. . . . ...t
Redationship to Executive DevdlopmentCourse. . ... .. ..o en .t
Literature ReVIaW . . . ..o
The Retention/Incentive Problem . .. ............. ... . L.
MasloW' STREONY. . . ..ot
INCENtIVE TYPES . . . oot e e

ProcedUures. . . . ..o

Research Methodology. . ...

Limitations. ........

Answersto ResearchQuestions. . .. ........ ... it

Discusson...............

Appendix A —Cover Letterand Survey . ...

Appendix B — Survey Reaults.

10

13

14

15

19



Appendix C — Comments.



INTRODUCTION

The Homer, Alaska Volunteer Fire Department has varied emergency service
responghilities, providing structurd and wildland firefighting, marine firefighting within the
Homer Port and Harbor, airport rescue and firefighting at the Homer Airport and areawide
emergency medica services. The fire department is made up of volunteers supported by apaid
gaff of four. While many of the department members have been active participants in the service
for many years, the fire department is seeking to devel op adequate incentives to retain a
aufficient number of qudified and experienced members to meet its saffing needs.

The purpose of this research project was to identify volunteer incentive programs used by
other departments that could by useful in Homer. The descriptive research method was utilized
to answer the following questions:

1) What is avolunteer incentive program?
2) What are the necessary components of a volunteer incentive program?

3) What types or kinds of incentives do other Alaska departments use?



BACKGROUND AND SIGNIFICANCE
Homer Volunteer Fire Department-

Homer islocated in southcentral Alaska, some 225-road miles south of Anchorage, on
the southwestern tip of the Kenai Peninsula. The year-round populaion of Homer is dightly over
4,000, with an additiona 4,000 — 5,000 residents located in the surrounding area. This population
base more than doubles during the peak tourist months of summer (July and August),
concentrated on afive-mile “spit” of land projecting into scenic Kachemak Bay.

The Homer Volunteer Fire Department (HVFD) response area covers some 25 square
miles, including Homer and Kachemak City, and the unincorporated aress of the Kenal
Peninsula Borough within the response boundaries. The fire department is funded through the
Operating Budget of the City of Homer and asmall contract fee collected from Kachemak City.
There are an average of 40 volunteer responders supported by the paid staff: Fire Chief, Fire
Assgtant Chief, Emergency Medicd Services (EMS) Assstant Chief and a Departmental
Services Coordinator. The department averages 385 emergency responses per year, 75% of
which are medicdly related.

Staffing Consider ations-

Due to the economics of the community, many of the volunteer firefightersand EMS
personnel must take “Leaves of Absence” during the corresponding pesak response time, summer.
Due to these and other commitments of available staff, it often becomes necessary to recruit new
members to supplement the dwindling human resources of the department. With about 40
members the department has met with some difficulty in the ddivery of emergency services
during certain times of the year. Snook and Olsen (1989) state “Keep in mind that gpproximately

one-third of the total number of active volunteers will show up to provide the needed services at



any giventime’ (p. 30). With thisin mind, aswell as the seasond |0sses encountered each year
by HVFD, it isimportant for the organization to retain as many of its trained and experienced
members as possible.

Financial Consider ations-

The cogts associated with the training of anew recruit are substantially higher than
maintaining a current responder. In a cogt andysis of the training budget of the Homer Volunteer
Fire Department it was determined that over two-thirdsof the tota training budget was alocated
to replacing experienced responders with new recruits. It is much more cost effective to provide
annua refreshers and monthly drills to trained and experienced members (48-hours) than to
conduct full training programs for raw recruits (200+ hours).

There are other cost impacts as well. New employee/volunteer medical screening,
vaccinations and safety equipment issued (personal protective equipment) can account for a
subgtantia portion of small departments operating budget.

Relationship to Executive Development Cour se-

There are many subject areas within the Executive Development Course where volunteer
incentives relate. In the Executive Development Course, the student learned that one of the
cornersones of any fire organization is“Teamwork”. That concept can be no lessimportant in
the volunteer organization, where the “team” may be one of the principad motivating factors that
determine ones longevity within a department. VVolunteer retention is directly tied to the
members feding as though they are part of ateam, whether it is providing fire protection or
emergency medica services.

Ancther obvioustie-in to the Executive Development course and this applied research

project isthe topic of “Research”. Research, to broaden the body of knowledge of the fire



service, must be useful and pertinent to the organizationd structure. Likewise, the section on
“Problem Solving” assisted in the development of this research project. There was a problem
identified (volunteer retention) and research will assst in determining the need and usefulness of
incentives as well as which incentives may work for this organization.

Findly, Perkins and Benoit (1996) state “In most cases, departments that have a good
record of retaining members, and strong leadership are unlikely to have a serious recruitment
problem” (p. 131). This concept of leadership is discussed in Unit 5: Following and Leading of
the Executive Development Course. Thus leadership, especialy strong leadership, coupled with
the right incentives may produce for HVFD the strategy necessary to meet present and projected

volunteer staffing gods of the organization.



LITERATURE REVIEW

The Retention/l ncentive Problem

With reatively few exceptions, fire services in Alaska are provided by volunteer
organizations. Likewise, only about 6% of the over 30,000 fire departmentsin the United States
arefully paid or so caled “career” departments (Marinucci, 1995). Whether full volunteer,
combination, or full paid, every department must first recruit and then retain participatory
members. Unlike paid departments, volunteer organizations rely on incentives other than sdaries
and wages as the primary motivational resource to retain trained and experienced responders.
Whatever the reason: the so called “ Graying of America’ (theincreasing ratio of older versus
younger Americans atributed to the “Baby Boom” of the late 1940's and 1950's), more
competition from the private sector, or just plain apathy, the need for volunteers is greater than
the supply. Some areas of the country have experienced up to afifty- percent increasein the
number of responses while seeing atwenty- percent decrease in the number of volunteers
(Buckman, July 1, 1998).

Although a certain amount of turnover isinevitable, “regardless of whether the
organization is a business, a university, a church, or afire department, recruitment is an open
file’ (Perkins & Benoit, 1996, p. 130), through the effective use of incentives most departments
can retain those most valuable of resources, the volunteer responder. Snook and Olsen (1989)
assart, “ Incentive programs encourage individuas to continue volunteering on along term bass’
(p. 235). The people of the Homer community have traditionaly been younger and transent,
moving with employment opportunities and life style changes. With economics based upon the
fishing and tourist industries, Homer has long endured a*boom or bust” financid climate.

Changes in the fishing industry have resulted in lost jobs and opportunities for alarge segment of



the population. While there has been an ongoing and steady trangition from commercid fishing
to sport/guided fishing and tourism, Homer gtill has no large industry/manufacturing base from
which to form astrong, solid membership pool.

Another problem associated with retaining the emergency service volunteer is the amount
of competing forces vying for the potentia volunteer’ s time. These have been identified as: lack
of time, family responghilities, other civic organizations, sports activities, TV, weather, religion,
work/job, and school (Snook and Olsen, 1989). Volunteer fire departments must first recruit
from afinite pool of prospective volunteers (the population of the community). Then volunteer
organizations must retain the member through “meaningful” incentives in order to motivate and
maintain the volunteer' s commitment and participation (Snook and Olsen, 1989).

Madows Theory

Inthe early 1950's, Professor Abraham H. Madow published research pertaining to
human needs and motivation. Professor Madow identified five human needs and prioritized
them in order of importance as they relate to human motivationa theory. Placed into a pyramid
matrix, the first of the so-called “ Hierarchy of Needs’ was identified as Basic Physiologicd
Needs (defined as the need for those things that provide for human surviva). The second needs
identified in the matrix are referred to as Safety and Security Needs. Closgly linked to basic
physiologica needs, safety and security needs are smple and not unlike the basic physiologica
needs, ensure individua well being. Belonging and Socid Activity made up the third tier of
Madow’s pyramid. The need to socidize, being part of alarger group, is consdered by some the
last of the “basic” or lower human needs. Thefind two levels of human need identified by
Madow require abelief in the assumption that there are basic human desires for sdlf-

improvement and knowledge. The human desire to achieve recognition and rewards and to be



able to bestow them upon others was labeled by Madow as Esteemn and Status Needs. Thefina
human need presented by Madow isthe need for Sdf-redization and Fulfillment. These higher
needs may only be achieved once the four previous human needs have been met by aperson’s
employment, home Situation, or more commonly a combination of both (Didactic Systems,
1977).

Unlike the paid or career department, the volunteer organization must rely on outside
sources to fulfill the basic human desires outlined by Madow. Since a persons employment
(outside the reelm of his or her volunteerism) should meet the basic “Physologicd” and “ Safety”
needs, the volunteer organization routingly focuses on the so caled higher needs of
“Socidizing”, “Ego” and “ Sdlf-fulfillment” (Snook, 1988). The volunteer fire department has
long been recognized for its socid climate and family orientation. In many areas of the country,
the volunteer fire department isthe socid center of the community. Smilarly, the very nature of
the fire service routindy meetsthe “ego” needs of sdlf-esteem and recognition. Only the best of
the volunteer organizations go on to asss the volunteer with their crestive and persona growth
needs, the primary factors identified by Madow for “ Sdf-actudization” (Gratz, 1979, p. 204).
With educationa opportunities, promotion (with added roles and responsibilities), and job
enhancement/enrichment, fire departments nurture and develop the individuas need for self-
actudization.

I ncentive Types

Without saying, most emergency service volunteersjoin for “. . . excitement, the
opportunity to save lives, for chalenge and recognition, achance to contribute to the community
and learn new skills, and for socid involvement and camaraderie’ (Marinucci, 1995, p.906).

Incentives must be designed to motivate over the long term. While some incentives involve the



direct payment of moniesto the volunteer (on+-call pay, training pay, etc.), Snook and Olsen
(1989) clam “there is NO evidence that per cal compensation positively or negatively affectsa
department’ s ability to recruit, train, or maintain volunteers or the quality of service provided”

(p. 236). Other incentives can be divided into those that have a profound monetary impact on a
department’ s budget or those that are free or are very inexpensive. Under the broad category of
coglly incentives are items such as paid cal and/or training, tuition assistance or reimbursement
programs, paid health insurance and retirement or “Length of Service” awards (Garza, 1991). A
few examples of inexpensve or free incentives include use of sation equipment, i.e. copier,
laundry/shower facilities, phone/fax, computers, etc., and informa rewards such as praise,

acknowledgement, and awards (Snook and Olsen, 1989).



PROCEDURES

Resear ch M ethodology

A desired outcome of this gpplied research project was to first define a volunteer
incentive plan. This was accomplished by areview of current management texts and journas as
well asareview of current literature regarding volunteerism recruitment and retention. Once the
information was compiled, those necessary components of a volunteer incentive plan were
identified and incorporated into a survey instrument (see Appendix A). The survey, with a cover
letter, was distributed to 238 agencies identified by the Alaska State Fire Marshds office as
having a volunteer fire department. Of the 238 surveys sent out, 79 were returned. Of those, 11
were removed from the sample as non-responsive or incomplete, leaving 68 valid surveysfor a
29% return rate. Of those returning vaid surveys, 74% were “pure’ (receiving no pay or
compensation for their participation on responses) volunteer departments compared to 26% that
compensated their volunteers for going on cdls.

Limitations

Although the number of returned surveys was rdatively smdl, the sample sze remans
vaid due to the nature of the volunteer department in Alaska. In an interview with David Tyler,
Political Liaison with the Alaska State Fire Chief’ s Association, it was explained that many of
the agencies listed within the directory furnished by the Alaska State Fire Marshd’ s office were
in effect non-existent or were S0 loosely organized that any input from them would have been
invalid and/or inaccurate for the purposes of this research (persond communication, May 1998).
In fact, those surveys returned and removed from the sample included smilar satements directly

from those villages, or communities queried. Limited, asit was, the sample was representetive of



volunteer incentives offered to 1,759 volunteer fire and EMS providers from across dl regions of

Alaska
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RESULTS
A sample of the survey insrument with percentile resultsisincluded in Appendix B.

Answersto Resear ch Questions

Research Quedtion 1.  Itisclear from areview of the literature that there are widely

varying views of what a volunteer incentive program actudly is. Marinucci (1995) sates”. . .
members want recognition for ajob well done and avoicein the operations’ (p. 912). Others
believe that effective incentive programs require much more than recognition but rather atota
commitment to the growth and development of the individud volunteer through training
opportunities. In addition, by alowing the volunteer to assst the organization in reaching its
gods and objectives and by meeting the individua needs of the volunteer within the framework
of the department the volunteer can be encouraged to remain an active participant (Snook and
Olsen, 1989). A volunteer incentive program therefore must be defined as any program that
encourages, motivates, rewards and promotes volunteer retention and productivity.

Research Question 2.  The necessary components of a volunteer incentive

program are as varied as each individua and each agency, “The list of possbleincentivesis as
long as a person’s ahility to be creative’ (Snook and Olsen, 1989, p. 235). Those incentives
chosen by the agency must be meaningful to the individua or group of volunteers. Incentive
programs should include portions from along list of posshilities, including forma and informa
rewards, recognition, and some form of monetary motivator (if cusomary or necessary for a
particular area or region). Fire Chief John M. Buckman in the May 1998 issue of Fire
Engineering identified severa key components of both informa and forma rewards and
recognition including: matching the reward to the person, matching the reward to the

achievement, and being timdy and specific in the reward. Financialy strapped organizations can



focus on those incentives that cost very little or are free, while other departments can offer a
better mix of both types of incentives. Again, the key isto match the reward (incentive) to the
individud.

Research Question 3. Asthe results of the survey instrument were compiled, it became

evident that the vast mgority of volunteer departments in Alaska offer free training to their
volunteers (94%). Surprisingly, the second most offered incentives were “informa” rewards,
which included smple praise and acknowledgement (72%). The third greatest incentive offered
was the use of the fire department facility (67%) which included use of the building and
department owned tools for maintenance of persona vehicles, use of shower and laundry
facilities, use of office equipment and machines, and access to potable water. Understanding that
much of Alaskaisrura or remaote, such facility availability is avery meaningful

reward/incentive. Thisincentive decreases in importance with the sze and urbanization of the
department and its membership. Very few volunteer departments, in contrast, offer either hedlth
insurance or retirement incentives (1%). These were most often limited to those agencies that
were affiliated with a borough-wide system or an organized and funded Fire Service Areawhich
could benefit from economies of scale and atax revenue base. Likewise, less than half of the
departments responding to the questionnaire report that they provide free meals or food vouchers
(14%), family oriented events or training (35%), forma awards (41%), or length of service
awards (38%). Just dightly more than haf provide uniforms, which may have been limited to
just caps or tee shirts (58%), or volunteer banquets or picnics (57%).

Additiond Survey Answers.  One important component of the survey included a

breakdown of the tenure of the volunteer members of each organization. Not surprisingly, the

vast mgority (34%) of the 1,759 volunteers had been on the job less than 3 years. What was



unusua was the breskdown of the remainder of the volunteers. One could assume thet there
would be a progressive decline for the remaining numbers of volunteers corresponding to the
volunteer's years-of- service. On the contrary, second leading tenure for emergency responders
was the over 10 year group (21%), followed then by the 3 -5 year group (17%), the 7 — 10 year
group (16%) and findly the 5— 7 year group (11%). The survey respondents were fairly split as
to whether they fdt the their volunteer incentives promoted the retention of their agency’s
volunteers (47% yes, 53% no). In contrast, 63% of the respondents had the opinion that volunteer

incentives impacted operations, compared to only 37% that did not.
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DISCUSSION

Most managers or directors of volunteer organizations have come to redize that the best
waly to ensure adequate participation isto offer rewards and recognition to its volunteers. The
volunteer fire service has relied too long on the “men’s club” mentdity to recruit and retain its
workforce. Where once the volunteer department could recruit from word of mouth or through
an informa exchange a the corner barbershop they can no longer. With a continuous changein
the pool of available volunteers, fire departments and other volunteer agencies are discovering
people just have less discretionary time. Potentia causes have been identified as more women (a
common resource for EM S recruits) entering the workforce, multiple job families, less blue-
collar employment (another “traditional” supplier of emergency service volunteers) and just
plain apathy. Fire departments, if they wish to remain voluntary, must learn to compete with
other agencies vying for the same person’s commitment.

Though the rewards remain rdatively the same, (fedings of accomplishment,
achievement, etc.) the role of volunteer firefighter has dramatically been dtered during the past
decade. Professiond fire organizations (volunteer or paid) must fulfill awide variety of
obligations: fire suppression, risk reduction, rescue, emergency medica services, public
education/injury prevention, etc. with the same or a decreasing number of available human
resources. Combined with government regulated or mandated training requirements, many
volunteers are making the decision to quit emergency services dtogether. Potentia volunteers,
after learning about the time commitment requirements of the fire service, often opt for another
less time consuming avenue for their desires. Either this human resource void must be filled by
paid personnd, additiona volunteers (that have to be recruited and trained), or there must be a

sgnificant reduction in the quality or scope of services offered. In many cases, the public
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expectation of immediate, professona response and mitigation can no longer be met by the
volunteer organization.

One method found to reduce the turnover of trained and experienced respondersis by the
use of volunteer incentive programs. Whether forma and costly or very informa and
inexpensive, research coupled with anecdotal evidence indicates that incentives indeed do lead to
additional years of service for emergency responders. The god for any fire department chief or
adminigtrator should be to determine which incentives will work for their organization and to
implement them within the condraints st by budget or organizationd climate redizing that the
dternatives may be much more costly. Many volunteer organization do not have the option to go
to apad or career system, “In order to ensure the continued viability of the volunteer fire
sarvice, it isimportant to explore how to provide adequate benefits to the professiona
volunteers’ (Buckman and Windisch, July 1, 1996).

Much information was gathered from the survey sent to volunteer fire departments within
Alaska. While much of the information was anecdota in the form of handwritten notes on the
returned forms, much can aso be extrgpolated from the numbers. One could expect, from basic
human nature, that every volunteer agency would offer praise and acknowledgement to its
members. Surprisngly, only 72% of those departments returning questionnaires offered those
“informa rewards’. What should be as common as a thank-you for ajob well done is not given
to dmost 30% of the volunteer firefighters serving Alaskan communities or villages. The
correlation aso cannot go unnoticed between those surveys returned with comments such as:
“we don’t need incentives here’, and “incentives aren’t important” with high percentages of low
tenure members (over 75% of the total membership with lessthan 5 years of active sarvice).

There were a so some bright spots within the volunteer agencies represented. Almost 90% of



those asked responded that they would like to see the results of the survey, indicating that at least
the issues of volunteer incentives have their attention. The various comments received are
reprinted in their entirety under “Comments’ located in Appendix C.

In comparison, the City of Homer offers most of the incentives listed in the questionnaire
though in many cases not in sufficient quantity to be successful. With the exception of hedth
insurance or any type of a pension system, the Homer Volunteer Fire Department provides its
membership with awide range of incentives. In addition to those listed, the department recently
indtituted a tuition assistance program to active volunteers that can pay for up to haf the cost of
acquiring an associates degree through the local college. Where the department is most lacking is
in the use of informa awards, “A sincere word of thanks from the right person at the right time
can mean more than araise, aforma award, or awhole wall of certificates or plagues’
(Buckman, July 1998, p. 8).

Based on the findings of the questionnaire, the Homer Volunteer Fire Department may be
at a crossroads. While a number of the more seasoned members of the organization are resstant
to theideaof pay for cals and training, many of the newer members have expressed favor if
such were the case. If the time of the pure volunteer sysemisat its end in Homer, the trangition
to apaid on-cdl or pad cal syssem may offer the solution to the retention Stuation. In contrast,
if such apay system is deveoped, there may be arisk of dienating and potentidly losng a

handful of productive experienced volunteers.
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RECOMMENDATIONS

Based on the research conducted it is apparent that the Homer Volunteer Fire Department
is no worse off than other departments within the sate. In fact the department exceeds the
number of volunteers, tenure of volunteers and volunteer incentives offered by dl but afew of
the volunteer departments in the state when compared to departments with smilar run volume,
population served and jurisdiction Size.

The next logicd step in the process of developing aforma volunteer incentive program
would be to question the current membership about the importance they place on the various
incentives. If the volunteer system, asit now exids, is savagesble there must be clear,
measurable, and redigtic criteria established for a volunteer incentive plan and its
implementation. The City of Homer must aso be encouraged to continue with its plans to expand
the scope of volunteer incentives to possibly include health and retirement benefits, even to the
point of extending those benefits to amember’ s spouse and dependent(s). The entire membership
of HVFD must aso be kept abreast of the issue and remain informed and participatory in the

decisons to be made.
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Dear Chief or Administrator,

| am conducting asurvey of all the volunteer fire departmentsin the state to determine which types of
volunteer incentives are offered by each department. It is hoped that we can build an incentive program in Homer
that will not only help usretain skilled responders but to maintain the same level of enthusiasm and energy they
have as they begin their emergency service careerswith us.

This project is being conducted as part of an Applied Research Project of the National Fire Academy’s
Executive Fire Officer Program. Y our honest and complete answers will be formulated into a research paper and
applied to the Homer Volunteer Fire Department. Y ou assistance in the completion of this project is greatly
appreciated. Please return the completed questionnaire in the self-addressed stamped envel ope before June 20, 1998.

Robert L. Painter
Assistant Chief



Volunteer Incentive Questionnaire

Please take a few momentsto answer the following questions regarding your agency’s
incentives. Your cooperation will be greatly appreciated. Once the questionnaire is
complete pleasereturn in the self-addressed and stamped envelope.

AGENCY NAME:

21

MAILING ADDRESS:

CITY: Z|P CODE:

PHONE: - -

PERSON COMPLETING QUESTIONNAIRE:

TITLE:

NUMBER OF VOLUNTEERS? NUMBER OF PAID STAFF?

1. Do your volunteers receive any compensation (stlandby pay, cdl pay, etc.) for thelr
participation on responses? Yes No If so, please describe on reverse

2. How many calls or responses does your agency handle annualy?

3. Fromtheligt below, please place a check mark next to those volunteer incentives that your
agency providesfor your volunteers.

Training at no or reduced cost to the volunteer/member
Uniforms (induding tee-shirts, jackets etc.)
Facility usage (office equipment, fax, computer, laundry, water etc.)
Hedth Insurance coverage (individud and/or family)
Retirement/Penson Plan
Forma Awards (Achievement or otherwise)
Free Meds/food vouchers (either in-gtation or from loca vendors)
Passes to area attractions (movies, arcades, skiing, swvimming, gym, €tc.)
Paid or rembursed travel for educational purposes
Family oriented events/training
Volunteer banquets/picnics

Length of Service Awards

Promation/rank with length of service or training

Informa Rewards (praise, acknowledgement, etc.)
Other, Please specify on reverse



4. How many of your volunteers have been with your department less than 3 years? ,
more than three but less than 5 years? , more than 5 years but less than 7 years? ,
more than seven years but less than 10 years? , and how many more than 10 years?

5. Inyour opinion, do your volunteer incentives alow you to keep your volunteers longer?
Yes, No.

6. Inyour opinion, have volunteer incentives, or the lack of, impacted your operations?
Yes, No, please explain in detail below.

Thank you for your timein answering these questions. Your honest answers may help us

build a useful incentive program for our department. Would you like to seetheresults of
thissurvey? Yes, No.

COMMENTS:
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Volunteer Incentive Questionnaire

Please take a few momentsto answer the following questions regarding your agency’s
incentives. Your cooperation will be greatly appreciated. Once the questionnaireis
complete pleasereturn in the self-addressed and stamped envelope.

AGENCY NAME:

MAILING ADDRESS:

CITY: Z|P CODE:

PHONE: - -

PERSON COMPLETING QUESTIONNAIRE:

TITLE:

NUMBER OF VOLUNTEERS? 1759 NUMBER OF PAID STAFF?

1. Do your volunteers receive any compensation (standby pay, cal pay, etc.) for their
participation on responses? Yes 26% No 74% If so, please describe on reverse

7. How many cals or responses does your agency handle annually?

8. From thelist below, please place a check mark next to those volunteer incentives that your
agency provides for your volunteers.

94% Training a no or reduced cost to the volunteer/member

58%  Uniforms (induding tee-shirts, jackets etc.)

67% Facility usage (office equipment, fax, computer, laundry, water etc.)
1%  Hedth Insurance coverage (individud and/or family)

<1% Retirement/Penson Plan

41% Formd Awards (Achievement or otherwise)

14% Free Meals/food vouchers (either in-gtation or from loca vendors)
<1% Passesto areaattractions (movies, arcades, skiing, snimming, gym, €etc.)
62% Paid or rembursed travel for educationa purposes

35% Family oriented eventsitraning

57% Volunteer banquets/picnics

38% Length of Service Awards

18% Promotion/rank with length of service or training

72% Informa Rewards (praise, acknowledgement, etc.)

12% Other, Please specify on reverse



9. How many of your volunteers have been with your department less than 3 years? 34% , more
than three but less than 5 years? 17%, more than 5 years but less than 7 years? 11%, more
than seven years but less than 10 years? 16%, and how many more than 10 years? 21%.

10. Inyour opinion, do your volunteer incentives dlow you to keep your volunteers longer?
47% Yes, 53% No.

11. Inyour opinion, have volunteer incentives, or the lack of, impacted your operations? 63%
Yes, 37% No, please explain in detail below.

Thank you for your timein answering these questions. Your honest answers may help us
build a useful incentive program for our department. Would you like to see the results of
thissurvey? Yes, No.
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COMMENTS:
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COMMENTS
The following comments are taken from those received from the Comments section of the

Volunteer Incentive Questionnaire. They are edited for spelling only.

The on€ sthat stay, are the one swho like to do it for fun and to help their neighbors and friends

in time of emergency needs.

We are very fortunate a this point in time. | think that the volunteers we have now are dedicated
to the job regardless of incentive. The only incentive we offer as legitimate incentives are two
tee-shirts per volunteer and ridiculous amounts of praise, supplemented by hearty dgps on the

back.

Our volunteers are dl loca homeowners. They volunteer to protect their own property.

Can't keep them anyway we try. Too, damn many calsfor alittle department. Some burn out

dower than others.

| was on abig department in Arizona, they had good incentives for the volunteers. Discounts a
movies, free movie passes, nice dinners, dl kinds of stuff usualy donated by loca business.
They had a grest medica and dentd plan, dl training paid. However more than half the roster
was dead weight, just came to the minimum amount of required training and never responded to

acdl unlessit was abarn burner and that |eft the rest of uswith the brunt of cdls. But every
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month when they had the drawing for winners of the monthly awards (movies, free rentals,

dinnersfor two) guess who usudly won. Something to think abouit.

The volunteers need to be recognized for their efforts and commitment or the results will be less

interest in being a volunteer and possibly not showing for calls.

A dedicated volunteer is dedicated regardless of incentives, but it'sjust anice way of saying

thank you and |etting them know we appreciate them.

Volunteers thrive on being needed. The more you request their assstance (even for small
“nothing type’ cdls) the more they want to learn and do. Awards and picnics help them to get to
know each other on a persond leve — but sometimes these events are poorly attended compared

to a“cdl” or agreat working drill.

Thelack of incentivesiswhy no oneisinterested in being a volunteer. No one has any training

other than myself and that was 13 years ago.

Volunteer incentives do not increase length of service. However, dl volunteers appreciate
recognition.
Y ou got me thinking about what we can do for our people. This form will go to the board for

ideas and implementation. Thanks.
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Incentives are important but can’'t and shouldn’t be the primary factor in retention. The best
volunteers are those who serve for the satisfaction of helping their community and ajob well
done. The worst volunteers are those motivated only be the perks/incentives. Obvioudy, most
volunteers fall somewhere between those extremes. So there is a place for incentives. The vaue

of informa rewards shouldn't be underestimated. A smple thanksis easy to say but it ssemslike

adifficult thing for many people to say.

| believe that the impact areaisjust recognizing them for the effort they put out for the
community. Every year we have a banquet where different people come to thank the volunteers

for what they do. We aso give out plagues and awards at this function.

For awhile the incentives work, however the longer the volunteer stay the less the incentives are
of importance. Involvement of family, community and department functions seem to increase

when members stay longer.

Incentives help to keep more volunteers active. Especidly for training (free of charge) and
mestings (we give door prizes but still have low attendance). But during an actud fire more

volunteers show up anyway.
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